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Learning Outcomes
• Understand the need for 
mentoring racially diverse 
& equity minded faculty
• Avoid mentoring pitfalls
• Review research and 
models of success
• Begin goal setting and 
action planning
Learning Outcome 1
Understand the need for mentoring racially 
diverse and equity minded faculty
Importance of Faculty of Color
• Important to university’s pledge 
to provide a multicultural 
learning environment of the 
best and brightest faculty
• Possibility models, mentors 
and advisors for all students
• Hold university accountable to 
cultural norms and values
• Diversify the type and content 
of scholarship at the university
Barriers to Retaining and Effectively 
Mentoring Faculty of Color
Institutionalized Racism is power to 
create an environment where 
racism is manifested in the subtle 
or direct subjugation of the 
subordinate ethnic group through a 
society’s institutions
Implicit Racial bias is unconscious 
perceptions and stereotypes about 
certain groups of people that 
influence actions, judgments, 
decisions
•Racism is systemic mistreatment of 
certain groups of people (often referred 
to as People of Color) on the basis of 
skin color or other physical 
characteristics
•Racial prejudice + power = Racism. 
Power is systematic, structural, 
pervasive and based on social group 
membership; not only individual 
feelings or actions.
Racial equity is when race no longer determines one’s outcomes, when 
everyone has what they need to thrive, and when those most impacted 
are involved in creating & implementing policies and practices that 
impact them
Importance of Mentoring and Retaining Faculty of Color
• On a scale of 1-10, with 1 being lowest priority, how high has your 
campus prioritized keeping Faculty of Color?
• On a scale of 1-10, with 10 being exceptionally ready, how racially 
equitable is your campus? 
Please type your answer in numerical form into the chat
Temperature Check
• Lack of critical mass of Faculty of Color leads to isolation & 
lowers retention
• Lack of models and mentors who share salient identities leads 
to lower retention
• Research found that nontenured Faculty of Color were virtually 
without mentoring, except for the mentoring relationships they 
pursued with each other
• Many efforts to promote faculty diversity and the retention of 
Faculty of Color are undone by hostile climates at the 
institution and/or in faculty members’ respective departments 
• Faculty of Color are often excluded from informal networks and 
have a lack of interaction with colleagues 
• Faculty of Color have less access to support through mentorship.
Racism Contributes to Isolation & Lack of Mentoring 
for Faculty of Color
Learning Outcome 2
Avoid Mentoring Pitfalls
What do you see?
• Mentoring is successful when it assists Faculty 
of Color in combating burdens of service, 
tokenization, and proving credibility 
• Mentoring is successful when it provides 
meaningful support throughout faculty’s 
advancement process
• Mentoring succeeds when decision makers 
operate from a racially equitable mindset
• Mentoring succeeds when it is 
multidimensional, involving meaningful 
communities for FOC to join
Avoiding Mentoring Pitfalls
Breakout Group Time
Who are you mentoring? Why?
How do you recognize and honor your mentor/mentee’s identities?
Which faculty do not have a mentor? Why?
Who is doing the heavy lifting and supporting of mentoring Faculty of 
Color?
How are mentors being recognized and rewarded?
• Traditional mentoring relationships are often 
hierarchical in nature and flow unidirectional, mentor 
to protégé. 
• Mentors believe they can treat everyone the same; 
equality
• Belief that people need only 1 mentor
• Assume that if someone shares same salient 
identities as their mentor/mentee that will be a good 
fit/match
Avoiding Mentoring Pitfalls Continued
Learning Outcome 3
Research and Models of Success 
Centering Oneself as Faculty of Color in a Historically White University
• Significant role of strengthening oneself in knowledge and truth of 
being more than enough for the academy
• Faculty of Color may be socialized to internalize feelings of 
inferiority
• Radical departure from this line of thinking is to view oneself as 
containers of knowledge who are worthy, deserving and fully 
capable of possessing wellness, greatness and success in the 
academy
• Continuous process of fortifying oneself for the racist, exclusionary 
climate
Mentoring for Radical Self-Care
Peer Mentoring Relationships
• Developing peer relationships with a  
peer can be transformative
• Mutual sense of uplift and 
willingness to sustain each other 
through the journey of the academy
• Relationships are not fortified solely 
by social identity
• Takes intentionality, trust and 
willingness to do the work to 
maintain mentoring relationships
Mentoring Across Rank
• Mentoring relationships between faculty of different 
rank/status may provide sustained support. 
• Seeing and connecting with colleagues who share 
similar salient identities show FOC it is possible to be 
a successful faculty member in the academy.
• Mentors need not be in same department, college or 
even university; but at least one mentor of a different 
rank on the campus who operates from a racial equity 
mindset is critical. 
• FOC who have reached a higher status/rank/more 
years in the academy who are in reciprocal 
mentorship with another doctoral student or newly 
hired faculty member may serve to retain each other. 
Community Mentoring
• Mentoring may come from the wisdom of 
ancestral principles of societal uplift and 
strength through community.
• The ability to draw on ancestral knowledge 
cultivated by generations of People of Color 
who came before may be life giving.
• Community gatherings of People of Color in 
person or online may be fortifying.
• New technologies and digital forms of 
connection strengthens Faculty of Color 
bonds to each other and may make the road 
easier to travel.
Case Study: Ripped from Faculty Exit Interview
Type in the Chat: What could mentoring from racially equity mindset look 
like in this situation? 
I am completely fed up with my Department head’s behavior. The department head 
made outlandish and totally false accusation that I have organized a Black Lives Matter 
group with other faculty, staff and students on campus last spring. I was berated in her 
office stating that my actions are not in line with the university’s values and goals. As a 
result, my colleagues have begun to have meetings without me. I have noticed side 
conversations and my assigned mentor has not been keeping our appointments. The 
department head did not behave in a manner expected of a department head. When 
budgets get tight and administrators show disrespect to faculty and staff of Color, it’s 
time to go. I want to stay two more years, but I don’t want to finish my career at this 
university. I didn’t think I’d be leaving here as a disappointed, disgruntled employee. My 
impression of the university has gone from neutral to slightly negative.
Learning Outcome 4
Goal Setting and Action Planning
Racial Equity-Minded Mentoring
Views difference as an 
opportunity for 
reciprocal growth and 
learning
Seeks similarity across 
multiple dimensions of fit
Invites identity into the 
room and engages it 
with CARE




Bringing it All Together:  
Identifying Short-Term Goals
Faculty of Color recruitment will 
be revolving door if climate is not 
racially equitable and mentoring is 
not strong
Takeaways
Goal Setting Support from Leadership
Racial Equity-
Minded Mentoring
• Not fulfilled by hiring of 
University Diversity Officer or 
Vice President for Diversity and 
Inclusion
• Need “Both And” Approach to 
work on racially equitable 
climate that supports mentoring 
network
Short-Term Action: Goal Setting
1.Why that goal? What specific barrier will it 
address in mentoring Faculty of Color?
2.Who can you work with to implement the 
goal? How will you get their buy-in?
3.How can you use data from your institution 
to get President and Senior-Level 
administrators on your campus to take 
ownership of it?
Sphere of Influence- Action Planning
Sphere of 
Influence is direct 
action you can 
take from 
wherever you sit 
in the university 
to positively 
affect retention 
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